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◼ If you are using a mobile device do not lock your screen or the system will log you out. 

◼ Panelists will present and address most common questions and misconceptions in this presentation.

◼ You can write questions anytime during the presentation and a panelist will write back an answer. 

◼ We will turn on Q&A voting at 6:30pm.

◼ Panelists will read and answer top questions at the end of the presentation.

◼ This presentation will be uploaded to JoinLocal20.org.  Questions submitted via Q&A will be included in 
shared document. 

MEETING AGENDA



WHY ESC?

◼ A union of professionals. ESC members at PG&E do the same work as Edison Planners, Designers and 
Field Techs.

◼ A history of success. We have a great contract at PG&E, over 68 years and never had a strike.

◼ ESC understands the different needs of Technical and Professional employees versus Physical and 
Clerical.

◼ Chosen by Edison workers – Edison workers reached out ESC after the previous election failed.



WHAT HAPPENED AFTER THE LAST ELECTION?

◼ The company did not respond to needs of Planners and Designers, despite asking for time to make 
changes.

◼ “Planning For the Future” looked good, but has been more promises than action.  

◼ No real changes to pay: Company plan for CDP did not change P1 pay or STIP. P2’s got an increase in STIP 
but base pay is still “under market.” Pay bands moved, but no one was moved within the bands.

◼ Non-objective criteria is still in place for transfers, promotions, and DO’s.

◼ 9x80 schedule is still not implemented and may never be. After over a year, it is still being “looked into.”



HOW MUCH ARE UNION DUES AND WHEN DO WE START 
PAYING ?
◼ Union dues are 1.5 hours per month. This is the same as 0.865% per month.

◼ We will not pay dues until you ratify a contract.

◼ No dues collected during negotiations. No retroactive dues.

◼ Dues can only be increased by vote of the entire membership. Dues have not increased in the living 
memory of any current member.

◼ Dues are not spent on political candidates or campaigns. 

◼ Dues are used for staff salaries and benefits, facilities, computers, mailings, administration, legal services, 
“lost time” for members who are involved, etc.

◼ Dues are kept low by being fiscally prudent. ESC operates with healthy reserves and minimal debts. 



WHAT IS THE STATUS QUO PERIOD?

◼ Working conditions remain the same unless changes are agreed to by you, the bargaining group.

◼ Example: no mandatory relocations.

◼ Example: no layoffs.

◼ Can employees still be promoted? YES.

◼ Are Developmental Opportunities still possible? YES.

◼ If bargaining for more than a year, annual raise in 2021 would follow same policy as 2020. STIP would still 
be paid under the current policy.

◼ Things could not “get worse” unless you agree to the change.



WHAT IS BARGAINING IN GOOD FAITH?

◼ Legal obligation to show up.

◼ No “bargaining backwards.”

◼ Not required to reach an agreement, but...

◼ It works in 99% of US labor negotiations.

◼ “Union settles contract without strike” is not a headline.



WILL WE HAVE TO GO ON STRIKE?

◼ Only if a majority of us vote to strike and have a very good reason to do so.

◼ A strike can only occur by majority vote of the members in the unit.  

◼ Nobody else would vote for a strike at Edison - no PG&E members can vote to make you strike.

◼ ESC has never had a strike in its entire history at PG&E and we have a great contract.



WHAT WILL HAPPEN TO OUR WAGES?

◼ ESC cannot guarantee the outcome of negotiations. WE AREN’T MAKING FALSE PROMISES. WE CAN 
GUARANTEE WE WILL VOTE

◼ The outcome of negotiations must be ratified by majority vote. Would you vote to cut your pay?

◼ Collective bargaining nationwide leads to higher wages. UNION ON AVERAGE GETS 10-15%  HIGHER 
WAGES FOR DOING THE SAME JOB. PREVAILING WAGE IS SET BY UNIONS. WE SET THE BAR.

◼ It is better to bargain collectively than individually. THAT PIECE OF PAPER YOU GET THAT HAS YOUR 
RAISE ON IT WAS ALREADY PRINTED OUT AND DECIDED ON FOR WEEKS BEFORE YOU SEE IT. GOOD 
LUCK CHANGING IT

◼ Edison cannot force us to take a pay cut.



EDISON RATE CASE TOTAL COMPENSATION STUDY: 
PLANNERS ARE UNDER MARKET

“Based on the results of the Study, the Commission should find 
that the total compensation paid by SCE to its workforce is at 
market and reasonable.” 



WILL WE LOSE OUR EXEMPT (SALARIED) STATUS?

◼ No. Current exempt workers will remain exempt.

◼ In fact, our status would be more protected than currently.

◼ We cannot be converted from exempt to hourly during status quo without mutual agreement.

◼ Once there is a contract, hourly and monthly status is locked in.

◼ ESC has both hourly and salaried workers at PG&E and other employers. We are very familiar with issues 
for salaried professionals. We also represent attorneys, scientists, doctors, etc., who are salaried.

◼ Edison has converted non-union workers in the past. With no union there is no ability to negotiate over 
conversion.



SENIORITY QUESTIONS

◼ The Edison negotiating committee will work out a definition of seniority that works for us.

◼ At PG&E, ESC members chose to have company seniority, meaning it is based on date of hire. Workers can 
change positions and not have to start over in seniority.

◼ At PG&E, ESC contract says some decisions are done by seniority (e.g. layoffs) while others are not (e.g. 
hiring into monthly-paid classifications).

◼ Good example that do not rely on seniority are the “Joint Interview Panels” and “Advancement Selection 
Boards” at PG&E.

◼ We will negotiate how and whether seniority will be used.  



WILL WE LOSE OUR STIP IF WE JOIN ESC?

◼ No.

◼ The beginning of bargaining is the status quo. STIP is part of the status quo, so it will remain the same 
unless we bargain to change it.

◼ At PG&E, ESC has over 1,000 members who get STIP. The general target is 10% of base pay.  

◼ IBEW Local 47 already participates in STIP. They get 4%.  We would get what we negotiate, starting with 
the status quo.

◼ We can negotiate changes to STIP. Edison would have to agree in order to have those changes take effect, 
just like we would have to agree if they propose changes.

◼ Currently, Edison can change the terms of our STIP at any time.



WHAT ABOUT “PAY FOR PERFORMANCE?”
◼ Currently, there are no objective standards to define performance. Our metrics change every year 

(sometimes in the middle!). We do not get a say.
◼ The company’s model of “pay for performance” depends almost entirely on your direct supervision’s 

perception of you, and your ability to advocate for your work.
◼ Our performance raises are artificially capped by “the bucket” - compensation budgets which do not allow 

supervisors to truly reward high performers without taking from other employees.
◼ Our NI/C-/C/C+/E system is highly subjective and unevenly applied.
◼ Bargaining a contract does not by default eliminate actual pay for performance. It gives us the chance to 

negotiate for clear, objective performance standards and a compensation reward system that actually 
works. In the long run, fair raises are more important than STIP, because your actual rate of pay is the basis 
for all other compensation bonuses.



WILL WE LOSE DEVELOPMENTAL OPPORTUNITIES?

◼ No.

◼ After a union vote, nothing will change immediately.  

◼ DO’s would continue under the status quo. Individual DO’s can end and new ones can be offered under the 
same policy that Edison currently has.

◼ We can bargain for rules around the DO system, like a transparent selection process, a consistent standard 
on how much extra pay is attached, reimbursement for mileage and travel time, etc.



CAN WE NEGOTIATE ON TRANSFERS, TO GET CLOSER TO 
HOME?

◼ Yes.

◼ At PG&E, ESC has an entire title of the contract devoted to job transfers.

◼ IBEW 47 already has a system for this, which can be a basis.  We need to learn more about their negotiated 
process and whether it would work for us.

◼ Many Edison workers have expressed that there should be a transparent and consistent process for job 
transfers.



COMPARE CURRENT HR PROCESS VS. ESC GRIEVANCE 
PROCESS

◼ The HR complaint process is completely controlled by Edison.

◼ A union grievance process is balanced – the employee can tell their own side. Both sides have to document 
and present facts.

◼ The last step of a grievance is outside arbitration with a neutral third party.

◼ Union representatives know the law and can ensure that HR follows the contract and the law.

◼ Having written policies in a contract means that they can be enforced consistently.

◼ ESC has a legal duty to investigate every potential grievance submitted by a member.

◼ HR doesn’t work for employees; it works for Edison. Union stewards are employees, and Union Reps work 
for the members.



EDISON SAYS THEY CANNOT BE DISHONEST IN THEIR 
COMMUNICATIONS BUT ESC CAN.  IS THIS TRUE?

◼ No.  

◼ All laws regarding conduct during a union election campaign apply to both the Employer and the Union.

◼ Some information that Edison has presented (such as the claim above) are not entirely accurate.

◼ ESC works very hard to prepare and present accurate, reliable information. We are an organization of 
professionals and we know you can only get good outputs when you have the correct inputs. We are 
committed to providing accurate information about our union to Edison workers. If you have a question – 
ask us!



WILL THE PG&E UNIT OF ESC “TAKE US OVER”?

◼ No.  

◼ Edison workers will have their own “Unit” of ESC. (You could also call it a “Chapter”.)  

◼ We will have your own elected officers. Only Edison employees will elect officers of the Edison Unit.

◼ We will have our own contract with Edison. Only Edison employees will vote on the contract.

◼ There will be no “shared seniority” and no “bumping” between PG&E and Edison, in either direction.



ESC IS A DEMOCRATIC UNION

◼ Our Edison Unit will elect its own officers, who will be Edison workers.  

◼ Our Edison Unit will write its own constitution.

◼ All shop stewards will be elected Edison workers.

◼ ESC is not a “third party.” We are creating an organization of, by, and for Edison workers.

◼ Read the ESC Local 20 constitution on the website, www.ifpte20.org.

◼ Proof that ESC is a democracy? We have to vote to bring it in. VOTE YES!

http://www.ifpte20.org/


DECLARATION OF THE PLANNING DEPARTMENT OF SCE
We, the Planners, Designers, and Field Techs of Southern California Edison, are organizing for a 
better planning department through collective bargaining. We are pro-employee, pro-company, 
and pro-union. 
We are an integral component of a successful investor-owned utility and we expect to be treated 
as valuable stakeholders. 
As unrepresented employees, we do not have a say in our future or the policies that affect us. 
Only by uniting together under a common goal with our fellow professionals at ESC Local 20, can 
we work to protect our professional integrity, successfully train future generations, and ensure the 
safety and security of our company. 

We want to see this company succeed. The best way to secure our future is to train, develop, and 
reward the employees who make it great.  We are united in this cause.  We are the Union.



Questions?



q. I want to be respectfully transparent. I hear that going union really only 
benefits non-performers with protection from termination / reprimand, thus 
creating apathy or entitlement within the group. And this will, eventually, kill q. 
the drive of high performers because, ‘Why should I kill myself when he/she isn’t 
and we’re BOTH getting the same raise/increase.” Is there enough data to 
determine if organizing increases or decreases productivity?

a. There is no big difference in productivity between union and non-union.  Look at 
BMW and Toyota, they are both heavily unionized in their home countries and super 
efficient.  Compare schools by state - teachers in union states (say California or New 
Jersey) are no better or worse than teachers in non-union states (like Mississippi or 
Texas).  Wherever you go, non-union or union, you will find lazy workers.  SCE Planning 
is non-union today and has always been so, but you have lazy people who get paid 
more than hard-working ones.  In that situation, people ask themselves "why should I 
work hard when he/she doesn't do anything and gets paid more than me?"

When people are paid per a union contract, it actually takes away a lot of that 
disincentive.  It takes your mind off your pay if you know that you are being fairly, based 
on a negotiated contract.  Then you can focus on your work and do your best, and not 
worry about how your (lazy or awesome) co-workers are being paid.

a. ESC is not a trade union.  We still want promotion based on merit.  Edison filters 
many candidates before hiring employees.  Some excel beyond the company's 
expectations.  We still want to be able to reward good employees and not limit them 
from having outlined paths of promotion protected by an agreement.  We are currently 
rewarded a guaranteed compensation "range".  Each year the company makes 
changes to those ranges even for top performers.

q. At Edison very few of the planners are actual Engineers.  How many of the 
planners with PG&E are Engineers? I am concerned that non-engineers may have 
our potential growth hurt.

a. Very few PG&E Estimators (what we call the similar job) have engineering degrees.  
We have about 800 Estimators and only a handful have a BSEE.  It is not required for 
the job.  Engineer is a different job classification and does require a BSEE (or BSCE for 
Civil Engineer).  We have over 200 job classifications at PG&E and each one has its 
own requirements.

a. you can look at the job descriptions for pg&e on the esc contract. it is available on 
their website for all too see. many of the positions have engineer in the title. but only a 
few disciplines actually required an engineering degree.

a. Around 800 of the 4000 members are degreed engineers (I am one). So the majority 
of ESC members are not. We are one bargaining unit and we work together to advocate 
for our interests together. There have been many times when management has targeted 



on group or another and we always have stayed united. If we didn't how could I, part of 
the 20% minority, be elected President.

q. How often do PG&E employees get cost of living pay adjustments?

a. Every year on Jan 1.  We just reached agreement with PG&E on 3.75% across the 
board raises for 2022, 2023, 2024 and 2025.  We already had 3% down for 2020 and 
2021.  We get ours on January 1 every year.

a. ESC/PG&E contract has two mechanisms for pay range increases

1. GWI  general wage increase, which occurs jan 1 of each year. this moves everyones 
wages and the bands

2. PWI. progressive wage increases. these occur evey 6 months for hourly employees 
in 2.5% increments until your reach the top of the band. 5% once a year for exempt 
employees

q. a big question is schedule flexibility....... if someone needs flexibility in 
schedule.... does that have to be negotiated by the union? or can that be worked 
out with supervision and departmental needs?

a. it would depend on what is agreed to. exempt employees generally have more 
flexibility in schedules - at PG&E we have language that allows certain flexibilities for 
hourly members also

a. You can negotiate schedules in a contract.  At PG&E, they have a flexible schedule to 
many job classifications. If you need to go to a doctor or pick up kids on a certain day--
this still goes through your supervisor or manager.


